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SUMMARY AND POLICY IMPLICATIONS
I Introduction
The Dutch government pursues a policy aimed at promoting the self-reliance
of girls and women (an aim of the Emancipation policy plan, 1985). The
ma in  emphas i s  i s  he reby  p laced  on  the  mo t i va t i on  o f  g i r l s .  They  a re
encou raged  to  i nc lude  ma themat i cs  and  sc ience  sub jec t s  among  the i r
examinable subjects (the 'Kies Exacr' campaigne (a campaigne designed to
encourage the selection by of'exact' sciences at school)) and are urged to
follow 'masculine' vocational courses (the 'Women wanted for men's work'
campaigne).
The quest ion is :  what  becomes of  women who opt  for  non- t radi t ional
schoo l i ng ,  and  thus  fo r  a  non - r rad i t i ona l  j ob?  Do  women  who  fo l l ow
'masculine' 
courses receive the same jobs, or is their labour market position
different from that of their male counterparts? Do women commence their
wo rk  ca ree r  d i f f e ren t l y  t o  men  even  a f t e r  comp le t i ng  an  essen t i a l l y
' lnasculine' 
school career? These are the questions which were central to
the first part of the studl' described here. There are indications that women
with 'masculine' higher vocational training finish up in lower level jobs than
their male fellow students. Additional research was conducted to establish
whether these indications could be confirmed. The question was formulated
as fo l lows:
Are there differences in first job between female and male
graduates of 'masculine' advanced vocstional courses?
In this new study, the (labour market) positions of 741 female and male
graduaÍes were registered half a year after graduation ('registration' study,
December 1988.;. The init ial jobs of women and men were compared on
seven d imensions:  se l f - re l iance,  responsib i l i ty ,  work t ime,  sor t  of  tenure
(temporary, pernianent), salary level, secondary working conditions and
promot ion prospects.  I t  appeared that ,  despi te an equal  investment  in
training, the first jobs of female and male graduates of 'masculine' advanced
vocational courses differed on a number of points: wages, self-reliance and
responsibil i ty in the job. Men have an 'edge': they receive a higher salary
on average and experience a greater level of self-reliance and responsibility
in their first job than women. No (significant) difference was found berween
women and men on the other dimensions.
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The conclusion can thus be drawn that women, despite equal training, begin
thei r  u 'ork careers d i f ferent ly  to  thei r  rnale counterpar ts .  The research
problenr for the stud1, in hand can be formulated as follows:
\l hy are the first jobs of women wiíh 'masculine' advanced
vocqtional training lower than those of men wiÍh equal quaffi-
cations?
The research quest ion was e laborated on a theoret ica l  level  and tested
empirically. An explanatory model was developed in chapter 3. This model
is reproduced brrefly in section 2. Hypotheses were derived from the various
conrponents of the explanatory model. To test these hypotheses research was
conducted in to both the behaviour  oÍ 'women and men wi th 'mascul ine '
advanced vocational training and the behaviour of employers involved in
selection procedures in the higher 'masculine' sectors of the labour market.
The data collection is then discussed in secrion 3. The resting of the hypo-
t h e s e s  i s  s u m m a r i s e d  i n  s e c t i o n  4 .  I n  s e c t i o n  5  s o m e  p o l i c y  r e c o m -
mendations are made on the basis of results.
2 The Theorv
Tu'o vier, 'points were irnportant in the search for an explanation for the
social inequality between women and men on the labour market. Not only
the behaviour of ferr.rale and male graduates is important in their pursuit of
a job, but also that of the employer. An explanation should therefore include
aspects from both the supply and the demand sides of the labour market.
The existing explanations are characterised by the one-sidedness of their
a t t emp ts  t o  exp la in  i nequa l i t y  be tween  women  and  men  on  the  l abou r
market: the accent is placed on either the supply side (the women and men
seeking work) or the demand side (the employers). There is scarcely any
integrat ion of  the var ious theor ies and explanat ions.  The search for  an
explanat ion was guided by the desi re to f ind a general  mechanism which
generates the difference between \vonten and men for the whole process of
t he  d i s t r i bu t i on  o f  j ohs .
There indeed seems to be such a general mechanism, which influences both
the  behav iou r  o f  women  and  men  seek ing  work  and  the  behav iou r  o f
employers seeking employees (through expectations concerning employees'
behaviour). This mechanism has been elaborated for the explanation of the
u n e q u a l  l a b o u r  m a r k e t  p o s i t i o n s  o f  w o m e n  a n d  m e n  d e s p i t e  e q u a l
investments in training. The mechanism is expressed in the ' l i fe perpective'
theory.
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Summary and Policy Implications
Assuming rationally acting graduates who strive for income, social approval
and leisure time, the possible ways to achieve these goals differ for women
and men. Men can achieve income and social approval by way of a paid
ca ree r .  Women  can  a l so  ach ieve  these  goa l s  i nd i rec t l y  t h rough  the
realisation of an unpaid career. This means that women have fwo ways of
achieving these goals (the carrying out of paid work and the bearing of and
caring for children) while men only have one (paid work).
In modern preference theories (Stigler & Becker. 1977; Lindenberg, 1984,
1990) preferences are divided into general human goals and instrumental
goals aimed at realising those general goals. This approach is extended in
the ' l i fe perspective' theory by the influence of future expectations (l ife
perspective) on preferences. Since women have two ways of achieving the
general goals, they also have two different future expectations: a 'double'
l i fe perspective. This is in contrast to men, who have 'only' one legitimate
way to produce income and social approval, and thus have a 'single' l i fe
perspect ive.  I t  is  a lso t rue that  for  women wi th 'mascul ine '  advanced
vocational training it is difficult ro combine the realisation of both a paid
and unpaid cÍueer. High expectations of one sort of career will tend to be
accompanied by low exp€ctations of the other sort: women expect either to
have children or to pursue a (paid) career in the future. On the other hand,
men have a much greater chance of combining both sorts of career: they
expect both to have children and to pursue a caÍeer in the future.
There are d i f ferences among women in thei r  possib i l i t ies for  achiev ing
income antJ social approval indirectly (through an unpaid career). The 'life
perspective' theory asserts that the more capable women are of achieving
income and social approval through their partner (as wife and mother). the
greater their expe.ctation will be of realising an unpaid career in the future.
The actual chances of an unpaid career, and thus also of a paid career, will
depend strongly on whether one has a partner with a steady income, whether
one lives together with a partner, the labour market chances of the partner,
and the own perceived chances on the labour market .  The less chance
women have at this moment of achieving their goals indirectly (for example,
because they have no par tner  or  because thei r  par tner 's  labour market
chances are poor), the greater their expectations wil l be of realising a paid
career in the future.
Four aspects of the behaviour on the supply and the demand side of the
labour market are important in explaining the observed social inequality
be tween  women  and  men .  Fo l l ow ing  Ko r tenhoeven  e t  a l .  ( 1988 ) ,  t he
explanation on the supply side is divided into two steps. In the first step,
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the preferences of female and male graduates with 'masculine' advanced
vocational training for particular types of jobs are explained. The second
step involves the explanation of search behay,iour (the realisation of the
preferences). A similar two-step model has also been developed to explain
the employers' behaviour (demánd side): in the first srep the preferences
of employers for female and male employees, given a particular ty'pe of job,
a re  exp la ined .  The  second  s tep  i nvo l ves  exp la in ing  the  rec ru i tmen t
beltat' iour of the employers. The explanation is completed by showing how
the individual actions of both the supply and the demand sides influence
each other and lead to the difference in first jobs between female and male
graduates of 'mascul ine '  advanced vocat ional  courses.  In  th is  so-cal led
' t ransformat ion '  
component  (see among others L indenberg ,  1982),  an
indication is given of the circumstances under which the individual actions
are 'transformed' into the social phenomenon for which an explanation is
sought.
The various elements of the explanatory model are explained on the basis
of the general mechanism, the ' l i fe perspective' theory. On the basis of the
expected difference in life perspective between women and men, and among
women, differences were expected in the preferences for particular types
ofjobs and search behaviour (the realisation of preferences). It was expe.cted
that the more strongly women and men consider the pursuit of a paid careeÍ,
the greater their preference will be for jobs with a high income and good
promot ion possib i l i t ies.  As far  as search behaviour  is  concerned,  i t  was
expected that  the more graduates of  'mascul ine '  advanced vocat ional
training consider realising a paid career in the future, the more importance
they will place on finding and keeping a job, and for this reason the more
intensively they wil l search for a job.
A difference was also expected on the basis of the 'life perspective' theory
in the preferences for female and male employees and in the recruitment
behaviour of employers. On the basis of a difference in the expected l ife
perspective of women and men, employers were expected to have a greater
preference for men than for women. This would be the case especially for
higher positions. Furthermore. it was expected that employers would use
formal  recru i tment  in  any case.  In  addi t ion,  to  min imise the chance of
madiing a wrong decision concerning the taking on of personnel, they were
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Summary and Policy Implications
3 The Data
The complete study consisted of f ive smaller studies. Two studies were
conducted to test the hypotheses concerning the l ife perspective and the
preferences for particular types ofjobs. Research was conducted in June and
July 1988 among female and male graduates of HTO (Hoger Technisch
Onderwijs = Advanced Technical Education), branch of study architecture,
and HEAO (Hoger Economisch en Adminisnadve Onderwijs = Advanced
Economic and Adminis t rat ive Educat ion)  (year  group 1988 study) .  This
study was primarily directed at testing the hypotheses concerning differences
between women and men,  and was therefore unsui table for  test ing for
differences among women. This was possible however in the 'preferences'
study. In this study,24Ofemale and male senior year students from six
d i f f e ren t  cou rses  w i th in  'mascu l i ne '  advanced  voca t i ona l  educa t i on
completed a questionnaire in April 1989. The six courses included four from
H T O :  B u s i n e s s  S t u d i e s ,  A r c h i t e c t u r e ,  C h e m i c a l  T e c h n o l o g y ,  a n d
Informatics, one from HEAO: Business Economics. and one from HAO
(Hoger Agransch Onderwrjs = Advanced Agricultural Education): Dutch
Agriculture.
The hypotheses concerning differences in search behaviour between women
and men with 'masculine' advanced vocational training were also tested by
means of two studies. A number of the female and male respondents from
the 'preferences' study kept a log-book for a certain period shrting from
Apr i l  1989 ,  i n  wh i ch  they  answered  ques t i ons  da i l y  on  the i r  sea rch
behaviour: the so-called ' log-book' study. The log-book was kept by the
(female and male) respondents until they were offered a job. The maximum
duration was five months. The hypotheses concerning search behaviour
could also be tested using the data collected for the descriptive study in
December 1988 (the 'registration' study). This study among 741 female and
male graduates f rom s ix  d i f ferent  courses wi th in advanced vocat ional
education u'as primarily oriented at registering their first jobs. Besides the
questions on characteristics of the first job, this questionnaire also contains
questions concerning the search behaviour of the female and male graduates.
Data were a lso col lected to test  the hypotheses concerning the re lat ion
between preferences,  search behaviour  and f i rs t  job ( t ransformat ion
component). To this end a questionnaire was sent at the end of 1989 to the
respondents from the 'preference' study (and thus from the ' log-book'
study), with questions on rheir (labour market) position. The questionnaire




R e s e a r c h  w a s  c o n d u c t e d  i n  J a n u a r y  a n d  F e b r u a r y  1 9 9 0  t o  t e s t  t h e
hypotheses concerning the behaviour of emproyers, th;ir preferences with
reference to particular types of jobs and their recruitment behaviour: the
'employers '  
s tudy ' .  To th is  end,  a new method of  s tudying employers '(selection) behaviour was proposed. Twelve actual serection proceduies *ere
reconstructed in this study by means ofquestionnaires ent to applicants and
employers.  The appl icants '  quest ionnaire consisted largely o1 quest ions
concerning personal particulars (age, sex, motivation for applióation, educati-
on, l i fe perspective, etc.). Among other things, tte emptàyers were asked
which candidates ( for  reasons of  pr ivacy numbers were used instead of
names) were invited for an interview and which candidate was offered the
.]ob in question. By comparing the characteristics of the various applicants
who were rejected, invited for an interview and hired, it *u, porribl" to
determine the preferences of the employers.
4 The results
4.1 General
The various parts of the explanatory model are discussed successivery in
th is  sect ion.  F i rs t  of  a l l ,  in  sub-sect ion 4.2,  the expected and observed
differences in l ife perspective between women and men are dealt with.
Supply-side beha'iour, namery the preferences for particular types ofjobs
and the search behaviour of the women and men with 'masculinel advanced
vocational training, is handled in sub-sections 4.3 and 4.4 respectively. In
the folfowing rwo sub-sections. 4.5 and 4.6, the testing of thé hypotheses
concerning the behaviour of the employers, namely their preferences for
particular types of employees and their manner of recruiting personnel
respectively, are discussed. Finally, sub-section 4.7 deals with the transfor-
mation of the various behaviours on the individuar level into social inequali-
ty, despite equal training, on the collective level.
4.2 Life perspective
It was possible to test the expectations concerning l ife perspectives using
the '1988 year-group'and 'preferences' studies. In the 
-'19[ig 
year-group:
study the female and male graduates of 'masculine' advanced vocational
training were confronted with the question of which expectations they had
for ten years later concerningjob, partner, and children. The results showed
that men had a stronger expectation of a fuil t ime job in ten years time,
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Summary and Policy Implicatiorts
chi ldren in  ten years t ime.  Men were more inc l ined to expect  th is  than
women. The expectations concerning panners were also different for female
and male respondents. Women largely expected to have a working partner,
while more than a quarter of the men expected to have a l ive-in partner in
ten years t ime who takes care of  the household.  In  addi t ion,  a posi t ive
re la t i on  was  found  fo r  men  be tween  these  two  expec ta t i ons  (ob  and
children): a high expecration of having a full-t ime job was related to a high
expectation of having children. A negative relation was found for women:
a high expectation for one 'career' was related to a low, expectation for the
other. Thus it seems as though many women make a choice between the
realisation of a paid career and having children in the future.
The 'preferences' study also examined the perceived chance that certain
elements of the l ife perspective (reaching the top in an organisation, having
a partner. having children) wil l be realised within ten yeÍrs. Here as well
it appeared that men were more l ikely to expect to have a family and to
expect to have a paid job than women. Furthennore, there seemed to be
once again a positive relation for men and a negative relation for women
between the two expectations. Thus, women displayed a greater variety in
life perspective, in contrast to men, who, because of the lack of choices,
showed a strong sinri larity to one another in l i fe perspective.
ln the theory, the difl-erences among women are regarded as dependent on
the present circumstances. Whether one has a partner, whether one lives
together with a partner, the partner's labour market chances and the own
perception of women's labour market chances were seen as determinative
of  th is .  The resul ts  of  the 'preferences '  s tudy showed that  women's l i fe
perspective indeed corresponded closely to their present circumstances. The
partner's labour market position, operationalised as his educational level,
was much less determinat ive for  women's l i fe  perspect ive than other
circumstances.
The above results indicate that the more possibil i t ies the present circumstan
ces of women with 'masculine' advanced vocational training offer to gain
socia l  approval  and income through the par tner  and the household,  the
higher the priority wil l be assigned to family activit ies as opposed to careeÍ
activit ies in their l i fe perspective. Women for whom the present circumstan,
ces offer l i tt le chance to achieve social approval and income indirectly wil l
be more inclined to expecr a paid job in the future.
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4.3 Preferences for particular types of jobs
According to the theory, differences in preferences for particular jobs were
regarded as being influenced by differences in life perspective. To establish
whether this is really the case, firstly the preferences are examined and then
their dependence on other factors.
In the theoretical elaboration, jobs sought by women and men with 'masculi-
ne' advanced vocational faining were distinguished according to the degree
of commitment. This indicates the involvement and loyalty required to
perform a job: the time, nouble, effort and dedication needed to do the job
wel l .  A job wi th good promot ion prospects and a h igh income requires a
lot of time, trouble, effort and a readiness to assign a high priority to the
job. The concept of commitment makes the exchange which takes place
apparent: the performance of a job requires a greaÍ dedication, effort and
involvement, and the occupant receives a high income and good promotion
prospects in return.
In the'1988 year-group' study it was assumed that women and men would
pay special attention to those aspects of advertisements and job descriptions
w h i c h  w e r e  f o r  t h e m  n o t  s e l f - e v i d e n t  a n d  w h i c h  t h e y  r e g a r d e d  a s
particularly important. Individuals with a 'masculine' advanced vocational
education were asked whether they paid attention, when looking for work,
to certain aspects of the job other than the content. where this was the case,
the respondents were asked which aspects they noticed - work time, income
or promotion prospects. The female respondents placed more weight on
work time than men, because of their preference for part-time work. Men
were more inclined than women to pay attention to the aspects income and
promotion prospects. Men with 'masculine' advanced vocational training
were thus more strongly inclined than their female counterparts to have a
preference for jobs requiring a high degree of commitment.
As an extra check of  the correctness of  th is  conclus ion,  the SMART
t e c h n i q u e  ( E d w a r d s ,  1 9 7 I ,  1 9 7 7 )  w a s  u s e d  o n  r h e  d a t a  f r o m  t h e
'preferences' 
study. The results show that male respondents rated promotion
prospects and income more highly on average (in terms of importance) than
women, while women rated the 'time' element (hours per week, travel time,
and regularity of work hours) more highly than men. This confirms the
results of the '1988 year-group' study.
Differences in preferences for particular types of jobs were also found







































































Summary and Policy Implications
have children) the more 'masculine' their preference pattern was: they found
income and promotion prospects more important in a job. Women whose
exp€ctations for the future were more strongly family-oriented instead of
career-oriented found income and promotion prospects less important, but
attached nrore importance to the time element.
In contrast to the rraditional sociological approach, in which differences in
preferences are explained in terms of differences in socialisation, in this
study the d i f ferences among women are expla ined on the basis  of  the
present situation and the life perspective. The 'preferences' study showed
that not only the present circumstances, but also especially expectations for
the future, influenced preferences for particular types of jobs.
4.4 Search behaviour
A preference for a particular type of job does not automatically mean that
a job with the relevant profi le wil l be found. The preferred job must be
sought. Information is important in this search, and in order to examine the
access to correct  in format ion i t  is  necessary to look at  the work ing of
networks. In contrast to much network study, the motivation of network
members to supply information is central to this study.
A possible way for women and men to receive career information is if this
information is supplied as a 'gift ' . The 'gift '  network consists of family,
acquaintances and friends. These are the people in the total network who
are assumed to be involved in a 'generalised exchange' (Sahlins, 1976) with
the respondent. The providing of career information as a 'gift '  gives rise
to a certain 'obligation'. To achieve the aim of producing as much 'obligati-
on' as possible, family members and friends wil l be more inclined to supply
information to men than to women. It was expected then that men would
receive career information from the 'gift' network more often than women.
The female and male log-book respondents answered every day the question
whether  someone had drawn thei r  at tent ion to a possib le job.  I f  so,  the
relationship with the person in question was also asked. The data from the
log-books show that male respondents were made aware of a possible job
by members of the 'gift '  network during the log-book period more often
than female respondents.
The other form of motivation for supplying information was introduced as
' in format ion 
on request ' .  I t  was expected that  th is  in format ion t ransfer
would take place on the basis of a procedure. The members of this 'request'
ne two rk  on l y  i n fo rm those  g radua tes  who  ask  f o r  t h i s  i n fo rma t i on
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concerning the labour market .  I t  was expected that  men would receive
informat ion f rom the ' request '  network more of ten than women. The
'registration' 
study displayed the expected difference between women and
men, while the female and male log-book respondents received information
in almost equal antounts from their 'request' network.
It was also expected that the more strongly women expect to pursue a paid
career in the future the more importance they wil l attacb to finding and
retaining a job. For this reason they, will 'request' career information more
of ten.  Such d i f ferences were not  found.  Both the ' regis t rat ion 'and' log-
book'studies failed to show significant differences which could be related
to difÍèrences among women in l ife perspective.
Besides the information-network effects mentioned above, the use of formal
search activities occupied a central place in the study. Men were exp€cted
to engage more often in a formal search. This also applied to women who
more strongly expect to pursue a career in the future. No differences were
found  be tween  women  and  men ,  o r  among  women ,  i n  f o rma l  sea rch
activit ies.
Given the resul ts  above,  women and men appear to d i f fer  l i t t le  in  thei r
search behaviour. Only from their 'gift' network do men receive information
more often than women. The fact that men benefit in this way from their
'gift '  
network may explain why no differences were found in the other
search methods.
4.5 Employers' preferences
The aims held by employers in their selection of personnel aÍe expressed
in terms of productivity and return on search and training costs. Both should
be high. On the basis of the (expected) life perspective of female and male
applicants, it was expected that employers for higher technical positions
would generally prefer male employees. As was already mentioned, the
employers' preferences were measured using an indirect method. On the
basis of twelve personnel advertisements in which an individual with an
advanced technical  educat ion ( f ie ld of  s tudy in format ics)  was sought ,  a
questionnaire was sent to both the candidates and the employers.
I t  was expected that ,  when the type of  job was not  taken into accounr,
employers for higher 'masculine' positions would have a stronger preference
for male than for female employees. This hypothesis was not supported.


































































Summary and Policy Implications
for men was 60/o. The practically identical preference by employers for
female and male applicants remained when the various possible criteria on
which employers might base their selecrions (education, age, motivation,
etc.) were held constant.
Bes ides  a  gene ra l  expec ta t i on  conce rn ing  emp loye rs ' p re fe rences ,  a
hypothesis was formulated which asserted that the more dedication a job
requ i res  (h ighe r  commi tmen t )  t he  s t ronge r  t he  p re fe rence  fo r  a  ma le
employee wil l be. The jobs were classified into low and high commitment
categor ies on the basis  of  the wording of  the adver t isements.  Whi le the
average preference for female applicants was higher than that for male
applicants for the low commitment jobs, the opposite was true for the high
commitment jobs. For the high commitment jobs, where a greater dedication
and effort was expected, but where a higher income and better promotion
prospects were also offered, it was found that the average preference for
ma le  app l i can ts  was  h ighe r  t han  the  ave rage  p re fe rence  fo r  f ema le
applicants.
4.ó Recrui tment  behaviour
Employers were expected to try to gain as much reliable information about
the applicants as possible. This was expected to be especially important for
positions requiring a high degree of commitment. Reliable information can
be gained from people within the organisation and from people occupying
similar positions. The applicants were asked whether they knew people who
work for  the f i rm where they were apply ing or  people who worked in
similar positions. Knowing people in the same organisation had no effect
on the appl icants 'chances,  but  knowing people in  s imi lar  posi t ions d id
appear to have an ef fect .  When the appl icants knew people in  s imi lar
posi t ions (and thus when the employers have access to more re l iab le
information about them) they had a greater chance of being invited for an
interview and of being hired.
The hypothesis that access to reliable information is especially important
in high commitment jobs appeared to be supported for the aspect 'knowing
people in similar positions'. The hypothesis was not supported as far as
knowing people in the organisation is concerned. Access of employers for
h igh commitment  jobs to in format ion f rom people occupying s imi lar
positions gave the applicant concerned a greater chance of being hired than
those applicants who had no acquaintances in similar positions.
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The above results show that especially in high commitment jobs it is to the
candidate's advantage to have access to informal information sources. The
more the employer can come to know about a candidate, the greater her/his
preference for that candidate. The chance of a wrong decision - hiring a
candidate who is unsuitable for the position - is minimised by requesting
information about the candidate from as many sources as possible.
4.7 Transformation into inequality on the labour market
In the transformation component, the 'transformation' from the individual
behaviour of applicants and employers to the difference in first job between
women and men with 'masculine' advanced vocational training is dealt with.
The various elements of the transformation component are hereby regarded
as determinat ive.  F i rs t  of  a l l ,  the quest ion was handled of  under which
circumstances which preferences, those of the graduates or those of the
employers, are more pervasive and therefore carry more weight in the final
resu l t .  Second l y ,  an  a t t emp t  was  made  to  answer  t he  ques t i on  o f  t he
re la t ronsh ip  be tween  the  va r i ous  e lemen ts  o f  sea rch  and  rec ru i tmen t
behaviour. Finally, the question of whether and under which circumstances
statistical discrimination by employers is broken down was addressed.
In the transformation of the preferences, the circumstances were examined
under which the preferences of either the graduates or the employers were
more pervasive. Labour market conditions, either easy (abundant supply,
few jobs), or t ight (many jobs, l i tt le supply) were regarded as determinative
here. It was expected that the tighter the labour market is the more strongly
the characteristics of the first job would correspond to the preferences of
the graduates.  To test  th is  hypothesis ,  the s ix  d i f ferent  courses wi th in
advanced vocational education, according to the labour market segment on
which the graduates must compete, were divided into three categories. The
preferences for the various elements, promotion prospects and income, were
correlated with the characteristics of the first job. It appeared from the
correlations that the preferences of the graduates were more fully realised
on a tight than on an easy labour market.
It was expected that the employers' preferences would be realised more
fully on an easy than on a tight labour market. To test this hypothesis, the
employers were asked to indicate whether they experienced difficulties in
fi l l ing the vacancies for higher technical personnel. Although the results
showed a tendency in the expected direction, no clear increase in preference
for women was seen. This is in all probabil ity partly a consequence of the












































Summary and policy Implications
of women as a possible solution for the imminent shortage in your segment
of the labour market?" it appeared that emproyers in gerierar áo not see the
hi r ing of  women as a solut ion for  the ,hor tug"  o ip" . ronn" l  for  these
positions. In their opinion reratively few women will be available.
It could be predicted on the basis of the theory that the differences in
payment between women and men on a tight labour market are smaller than
on an easy labour market. Not only the preferences of female and malegraduates are the 'cause' of the differen.ó in the latter case. It is a matter
of a combination of both the difference in preferences of the women and
men and the difference in emproyers'preferences for female and male
employees. This hypothesis was rupportéd on the basis of the 'registration'
study.
As far as the relation between search or recruitment behaviour and first job
is concerned, it was expected that the female and male graduates who have
found a job through formal channels would have a higher income than those
who found their job through informal channels. Thi results gave supporr
for this hypothesis. The results of both the 'registration' and rh-e 'log-book'
studies showed that the respondents who used formal channels to fiia tneir
first job.had on average a higher gross monthly wage than those who used
informal channels.
The last question in this study is to what degree the difference in first.yob(operationalised as the difference in pay in ihe first job) can be exprained
using the 'life perspective' theory. on itre basis of this theory, difÉrences
in first job arise mainly because female and male graduares áiffer in their
expectations for the future and because employeri, by way of statistical
discrimination, assume such differences. There would be no differences in
payment if women had clear career-oriented expectations for the future, as
a.result of which employers would have no reason to apply their statistical
discrimination. The payment of women and men would-tlhus scarcery differ
when life perspective was held constant. on the basis of the data from the
registration study this hypothesis was tested and supported. The more
strongly graduates, both women and men, expecr [o pursue a career in the
future the higher their income in their first iob.
5 Policy implications
In the study described here, an attempt was made to explain why femare


































regarded as important for the explanation of social inequality on the labour
market between women and men: female and male 'masculine' advanced
vocational education graduates'preferences for particular types ofjobs and
their search behaviour and, on the side of the employers, the preferences,
given a particular type of job, for female and male employees and their
recruitment behaviour. A mechanism, specified as the ' l i fe perspective'
theory, was predicted to influence the various aspects of the explanatory
model.
From the var ious studies i t  appeared that  not  a l l  aspects were equal ly
important in the explanation of observed social inequality between women
and men. In contrast to the 'common sense' idea that women in 'masculine'
professions meet with a great deal of resistance from employers, it appeared
from the results of this study that employers' preferences only played a
marginal role in the explanation. In general, when the sort of job is not
taken into account, no difference in employers' preferences for female and
male employees was found. Instead of only taking notice of the sex of the
candidates, in general the employers seemed open to the signals sent out
by women who wished to pursue a caÍeer and to assess them on that basis.
when we looked specifically at the high commirmenr jobs however it did
appear that  employers had a preference for  men.  On the basis  of  the
expected shortage of 'humanpower' in the higher 'masculine' segments of
the labour market it can be predicted that in the future the differences wiil
also disappear in rhe high commitment jobs.
The differences in first jobs appeared to be explained to a much grearer
extent by differences between female and male graduates of masculine
advanced vocational education in their preferences for particular types of
jobs. For example, the difference in first job between women and men on
a tight labour market seemed to be largely reducable to differences in
preferences. In turn, the differences in preferences appeared to be largely
the result of differences in l ife perspective, which in their turn could be
traced to differences in circumstances (the possibil i ty of achieving income,
social approval and leisure time).
Despite a 'masculine' advanced vocational education, women did not have
as st rong a preference as men for  jobs wi th a h igh income and good
promotion prospects. This study showed however that, in contrast to men,
d i f ferences ex is t  between women. whi le  the future expectat ions and
preferences for particular types of jobs corresponded closely Íilnong men,
women showed strong differences on these points. Although women strove
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Summary and policy Implications
examined who desired a career just as much as men. Given the results, these
women appeared to differ linle to men in the realisation of their preferences,
at least as far as the first job was concerned.
It did appear that female graduates of 'masculine' advanced vocational
schooling had to make a choice between children and career. The costs of
choosing for a career appeared to be considerabry higher for women than
fo_r men' As early as 1949 simone de Beauvoir wrote about the injustice
of women having to choose for either a paid career or having children. This
was in sharp contrast to men, who seemèd to take it for granled that a career
could be pursued in combination with fathership. Now, in r991, more than
40 years later(!), little appears to have changeà in this injustice.
Given the results, the sociar inequarity on the labour market appears to be
largely reducable to the social inequality between women and men in the
making of choices concerning cateét aná children. The question is, what is
needed to make the situation of women and men more equal on this point?
Is it desirable that in the future everybody, both womeí and men, should
w91k a forty- or fifty-hour week, or is this only necessary for those who
wish to pursue a career? should women and men be equally able to choose
between a paid and an unpaid career? No clearly crysialrised idea appears
to exist in society concerning these questions'.-In striving for 'economic
self-reliance' the government appears to prefer a combination of both
'careers' for both women and men. Th".on."pt of 'economic self-reliance'
in the Emancipation Policy plan (1985) has rwo components: financial self-
reliance (being able to secure one's own material need-s through participation
in paid work) and self-reliance in personar care (being 
"upuÉt" of takingcare of oneself through participation in unpaid work)2.
To achieve the goal of 'economic self-reliance' the most important task for
the..government, given the resurts of this study, seems to'b" to offer the
facilities which allow women the same access to the labour market as men
h.avea A total package of measures is presented in the recommendation by
the  Emanc ipa t i e  Raad  (a  counc i r  f o rmed  to  p rov ide  adv i ce  t o  t he
government on emancipation issues) entitled 'Emancipation policy in macro-
economic perpecrive' (1989). First of ail, the still exiiting financial barriers
for women should be removed. Bruijn-Hundt (l9gg) mántions three sorrs
of  f inancia l  hurd les for  women who wish to enter  the labour market :
implicit partner levies, aÍrangements involving a material difference in
e n t i t l e m e n t s  t o  s o c i a l  s e c u r i t y  b e n e f i t s  i n d  i n c o m e - d e p e n d e n t
arrangements3'Because of the many escape routes, the '1990 measure' only
offers a very l imited start towards eliminating breadwinners' facil i t ies.
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Bes ides  the  comp le te  abo l i shmen t  o f  b readw inne rs '  a l l owances ,  t he
individualisation of taxes deserves much attention in the coming years.
In addition, the govemment should allocate many more resources than now
to child minding facilities and parenthood facilities. The serious shortage
of child minding facilities is still a major reason for women to (temporarily)
cease their labour market activit ies. This has a negative effect on their
earning capacity. Gustaffson (in Emancipatie Raad, 1990) showed that in
Sweden, France and the former Federal Republic of Germany an interruption
of ten years in the working career leads to a loss of earning capacity of
25a/o.ln establishing parental facil i t ies it is important to guard against the
creating of new inequalities between women and men because only women
make use of parental leave. Parental leave should therefore be formulated
both in terms of maternity and paternity leave.
Besides temporary and permanent withdrawal by women from the labour
market after having their first child, the possibility cannot be ruled out that
the shortage of the above-mentioned facilities will lead women to choose
for voluntary childlessness (Bosman, 1989; Frinking, 1989). As a result of
such an increase in the number of women more or less voluntarily choosing
not to have children, problems such as the decrease in the number of young
people and the increase in the number of older people will loom large in
the Netherlands. The shortage of people on the future labour market will
increase. The refusal of the government to provide funding for these facili-
t ies in the short term will then in all probabil ity result in a continual rise
in the long term price to be paid. The Emancipatie Raad (1990) proposes
the 'Swedish Model '  concerning the regulat ion of  ch i ld  care and the
individualising of incomes (an individualised system of taxes and social
secur i ty)  as an example for  the Nether lands.  This should dramat ica l ly
increase the participation of women on Íhe labour market.
The government could also place more emphasis on the differences found
in this study among women. By paying less attention in their campaignes
to the differences between women and men, and more to the differences
among women, the government could make the population more conscious
of this. By increasing people's awÍreness on this point, and thereby also of
the fact that there are ambitious women as well as ambitious men, behaviour
towards women who wish to pursue a career may be changed. This might
influence employers recruiting personnel on an easier labour market. It could
also have an effect on the supply of career information to female job-seekers































Summary and Policy Implications
New research questions
The question is how the women and men described here wil l progress
further. Existing research would tend to indicate that these women will be
confronted with yet many more setbacks in their 'masculine' career. Stacey
(1986) found that  women who wish to pursue acareeÍ  and avoid the
tradi t ional  marr iage and fami ly  are confronted wi th three sources of
disillusionment: an 'involuntary' life alone, 'involuntary' childlessness and
sole parenthood. Parent (1987) also stated in the report'Ambivalent wish
for  ch i ldren:  la ter  or  not  at  a l l ' thar  as the b io logical  fer t i l i ty  l imi t  for
women approaches, many former abstainers or delayers decide after all to
have children. This is partly because they feel that they do not want to miss
out on having children and partly because of disappointment with their
working life outside the home. In this connection there is often mention of
the appearance on the scene of 'superwomen' who want to do everything
perfectly. Wanting to be a perfect mother and housewife as well as a
pe r fec t l y  amb i t i ous  woman  i s  l i ke l y  t o  l ead  to  s t ress  and  pe rsona l
disil lusionment.
The fate of  the group of  female graduates of  'mascul ine '  advanced
vocational courses, consisting of the women who indicated that they wished
to assign family activities the highest priority, the women for whom career
was most important, and the women who wished to combine child and
career, could best be discovered by means of further research. Especially
the latter group deserves further attention, both empirical and theoretical.
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